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Abstract 
In order to diagnose to which extent do Algerian managers believe in continuing education as a means of a 
professional and personal progress, we opted for a qualitative method using a face to face interviews. Our 
sample was fourteen managers engaged in an ongoing training for their professional development working in 
various organizations in Béjaia, Algeria. Results demonstrated that adults’ attitudes differ from one  participant 
to another due to a number of such factors as: willingness to progress,  age, way to access to responsiblity, the 
training’s pretext, the employer’s proessional status. We concluded that a diversity of attitudes exists among 
adult trainees according to  the analysed variables. This led to the following typology: graduate/self-taught, 
early career /late career, chosen/imposed training, professional/ hierarchy-based. 
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1. Introduction 
The initial training can in no way pretend to prepare its holders to all positions that are supposed to be carried out 
all along the career. Continuing training imposes itself to adapt managers to the transformations of their professional 
universe tied to the introduction of new technologies and to the evolutions of professions. 
It is similarly necessary for the development of new mobility forms of managers. Nevertheless, we should bare 
in mind that the training is not necessarily the answer of all the encountered problems. It is only one of the possible 
answers. 
2. Managers’ Attitudes towards Ongoing Training 
Our basic concept in this paper is continuing education and ongoing training of managers in particular. If we try 
to define training, it is the sum of actions able to make individuals and groups assure with competence their actual 
and possible future tasks for the good working of the organization (Besseyere des Horts, 1990). The adult education 
is becoming a crucial issue in organizational practices and technically this is known as andragogy. Managers take 
frequently part in various trainings which are perceived and accepted differently. This is more likely related to the 
diverse needs and interests of these managers. In this, Conner (2004) said that the andragogic model asserts that five 
issues be considered and addressed in formal learning. They include: 
- Letting learners know why something is important to learn,  
- Showing learners how to direct themselves through information,  
- Relating the topic to the learners' experiences. 
- People will not learn until they are ready and motivated to learn.  
- Requires helping learners overcome inhibitions, behaviors, and beliefs about learning. 
In organization, such attitudes and behaviours towards the vocational education are also emphasized. For 
Sekiou (1993: 362), training is defined as the sum of actions, means, methods and support planned to help 
employers ameliorate their competence, behaviours, attitudes, abilities and their mental capabilities, necessary to 
reach the organization’s objectives. 
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As the organization itself develops through time and tries to ameliorate its practices and cervices, it offers these 
trainings to achieve such an aim. Let us cite: 
“Training, a true professional, permanent education, is a major instrument of the enhancement of 
human value of the company. It has to do with preparing men to tomorrow’s needs without ignoring 
as such specific needs”(Peretti: 2003: 195). 
It is, in fact, in the 1990’ that this practice of “life-long learning” has emerged and imposed for every 
employee who desire to maintain his “employability” (Dubar and Gadea, 1999). 
Training has become a crucial element for social and economic development and an assurance against 
unemployment, job loss, and inadequacy of the individual to his job. This new direction in ongoing training 
appeared in the early 1970s. It is true that training is said to improve not only the quantity but the quality of work. 
Additionally, training adults can reduce expenses and augment the interest of the employers. Among the benefits of 
training employers in companies, we can state the chance it offers to move in the hierarchy line of the job positions. 
This is more likely to lead the workers more capable to use fully their competences, to manage and prepare their 
careers in a better way and develop their adaptation abilities to the frequent changes. 
2.1. The Role of the Training 
Continuing education, by knowledge and the knowhow it provides to employers, contributes vividly in the 
transformations of the person in multiple aspects; cognitive, affective and social (Weiss, 2005: 431). Similarly, it has 
as an object to reinforce the individuals’ professional attachment to the company and to the job (Chaminade, 2005: 
455). It is, indeed, accepted that continuing education as a life-long learning process is the source of amelioration of 
the employer, of qualification, and of possible professional evolution. Again, it permits also the employer to take 
positions with more sense of responsibility and autonomy, of prestige and a valorisation within the company. Yet, 
the “training does not develop competence” (Chaminade, 2005: 433) and all what the company can do is offer the 
necessary resources (know and knowhow), that these employers put into practice in the frame of a mission (Ibid). 
To pursue this line of thought, the objectives of ongoing training are diverse and touch upon all aspects namely: 
managers’ integration in different situations of the job, adaptation of the structural change and the modification of 
the job’s organisation (Citeau, 1997: 85), amelioration of the managers’ status with the advance of the organisation 
(Soyer, 2003: 45). 
2.2. Pathologic Facts of Training Actions 
According to a number of authors (Sekiou, 1990; Martakoy and Crozet, 2000), there exists a current pathology in 
training and they exposed examples. These examples are: 
- Actions de not responds to the training’s needs and the reason of its programming.  
- Other actions are undertaken without giving information to the salaried about the competence fields they can 
practically develop.  
- The employers express their needs, the organization accepts; but they return to their initial status since they 
forget rapidly what they learned from the training. 
- Employers were inscribed without their consent, urged and not motivated, they therefore, adopt less favourable 
behaviours towards learning.  
- The chosen organisms deceive sometimes the learners. 
- In certain cases, training constitutes a veritable punishment in a way that it sanctions low results. In other ones, 
it constitutes a reward to the worthy employers.  
- Standing training limits neighbouring companies. 
- Social tranquilizer training: this refers to scheduling trainings to managers who believe that they are deprived 
from power. Here, the training becomes a therapeutic case of social peace. 
2.3. Managers and Managers in Algeria 
Managers are defined according to their diplomas. Often, the professional experience come and make up for 
the absence or the insufficiency of the diploma.  The function of the manager needs creativity and responsibility in 
the work. In order for us to better understand the manager’s roles; we shall identify what the characteristics of 
managers are. Bouffartigue (2011: 134) detailed that there are three characteristics which are: 
- Managers dispose a superior autonomy to other employers. This autonomy is often tied to the transfer 
of the responsibility of the task towards the result. 
- The access to the manager’s status is possible from the fact of competences recognition by the 
hierarchy and peers, but also through the feeling of belonging to the group of managers. 
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- The role of the manager is first being an example. It is the model to follow, the idol for the collective 
of the work. It is to assure the direction and the control of the person or a group but also of the whole 
organization. 
- The degree of the responsibility of managers varies in function of the level associated to the status of 
the occupied function. The expert’s responsibility increases the result of his mission, the hierarchic 
responsible on the mission of his team.  
Always under the heading of managers, there are major and medium managers. For major managers, they 
supervise and make decisions circumscribed to a field like accountancy or sales; their power is quite important 
(Regnault, 1998: 15). Contrarily, medium managers are far from the decision-making centre (Ibid).  
In Algeria, companies have well seen the day and developed right from the independence in 1962. Its context is 
very different from the capitalist industrial countries. Managers have always exercised their responsibilities until the 
second half of the 1980s. In this era, the financial performance and efficiency do not really constitute the first 
criterion of success or failure. Right from the 1990s, the Algerian company took part of the free market open to 
international competition. Hence, the economic performance of the company determines its survival. For this, there 
was a need and a must to change the politics of the human resources management. Managers, then, found 
themselves in a situation where they should develop their competence in order to satisfy the employer’s needs which 
become more demanding. In order to respond to these needs, the company should invest in ongoing training of its 
employers. Similarly, the company’s managers should respond to these new requirements by developing their 
competence and employability in order to go hand in hand with the needs of the work market.   
3. Methodology 
For the realization of this study dealing with the attitudes our fourteen managers have, we believe that the 
qualitative method is more appropriate for us to collect opinions. Their views will highlight the position towards the 
training, trace their needs to undertake the training, the way this training has been programmed, etc. In other words, 
these managers will answer our questions about what the training is about, its content, its duration, its timing, its 
members, its organizer, etc. In addition, the participants’ degree of satisfaction as well as engagement and interest 
are also to be clarified 
3.1. Participants 
Our participants are fourteen managers working in different sectors and took part of ongoing training. For more 
details, we suggest the following table: 
 
Table 01: Participants’ Characteristics 
Particip
ant 
Gender Age Years of 
Experience 
Service Type of 
Factory 
Company 
size 
Qualification 
(Level of instruction) 
01 F 30 04 Marketing Private Medium Higher education 
02 M 32 05 Finance Public Large Higher education 
03 F 29 07 Commercial Private Small Secondary School level 
04 F 28 03 Marketing Private Large Higher education 
05 M 38 17 Project boss Public Large Secondary School level 
06 M 52 26 Industrial 
maintenance 
Private Medium Middle School level 
07 M 53 29 Provision 
responsible 
Public Large Middle School level 
08 F 47 23 Computing 
science 
responsible 
Public Large Middle School level 
09 M 35 16 Head of the 
cabinet of 
counting 
Private Small Secondary School level 
10 M 27 02 Human 
resources 
management  
Public Large Higher education 
11 M 45 20 jurist Public Medium Secondary School level 
12 M 38 10 Finance service Private Medium Higher education 
13 M 50 30 responsible of 
Production  
Public Large Middle School level 
14 M 43 20 Director of 
administration 
and logistics 
Public Large Secondary School level 
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3.2. Technique, Method and Procedure 
In this study, we opted for the qualitative method using semi-structured interviews with fourteen Algerian 
managers working in diverse sectors in different companies in Béjaia. These adult learners were part of a training 
that put focus on human relations. This training aims at familiarizing managers with the basic notions about human 
resources management. In addition, this training is supposed to develop in these managers the sense of leadership, 
governance, team work, group dynamics, interpersonal relationships and sense of communication. The formation 
was organized by a training organism programmed for four intensive days (November, 15th, 2011 to November, 19th, 
2011).  
4. Results 
After data collection through data collection using the semi-structured interviews, we have adopted a thematic 
analysis to treat it. We have deduced that the managers’ attitudes towards ongoing training are determined by a 
number of factors we shall detail in the following sections: 
4.1. Old Managers 
According to the results, old managers who have exercised during a long period and are in their end of the career 
give little interest to continuing training. Such kind of training does not afford an immediate progress in terms of 
their professional development. Results showed that any training which does not offer such advantages as a promise 
to reach a superior position, to take on new responsibilities or salary rise as a holder of this new position, is 
considered by a number of participants as a waste of time. We can be best served by Interviewee 01: “A training that 
does not permit me improve my professional situation is only a situational break off with the professional milieu”. 
For others, these trainings are used by decision-makers as an opportunity to take away the managers when crucial 
decisions are to be made. However, not all participants do share this position and some do recognize the importance 
of and the contribution the continuing training in the development of the adaptability in their actual positions as well 
as their resourcefulness. 
4.2. Young Managers 
Our results revealed that young managers have become aware that the development of their professional careers 
and personal development, in an increasingly demanding labor market, cannot be achieved by the development of 
their skills. That is, they do in no way miss opportunity to participate in any activity to offer them the opportunity to 
develop new theoretical and practical knowledge in all fields. Young people, in general, give importance to training. 
They consider it, in company with the experience, as the most effective way to control the edges of a profession, the 
development of versatility and increased employability. Despite some little interesting actions, continuing training 
represents principally, an opportunity to discover new areas, to become familiar with new methods and techniques 
of work, update in one’s specialty, cope with stress and develop: his personality, oral presentation capabilities and 
potentials. However, they evoke a few practices that make of the continuing training less motivating. This is more 
likely to occur when the ongoing training does not take into account the managers’ needs and comes against their 
interests and wishes.  
4.3. Public Sector’s Managers 
Managers of the public sector benefit from the advantage of the guarantee of employment perceive continuing 
training, particularly when it comes to the qualifying training as a necessary step to access to superior positions. In a 
sector where the competence-based approach is adopted by excellence, diplomas, titles as well as years of 
experience represent the most decisive criterion in the promotion of managers. Public sector managers do not 
display the desire to leave their factories. They are attracted by the desire to reach the highest levels of the line 
hierarchy, develop their expert status, to improve their level of remuneration and strengthen their social status. 
Therefore, they adhere to all training activities programmed by their organizations, whether practical or 
theoretical, internal or external; knowing that the selection criteria for trainings abroad are regourous. The 
improvement of productivity in its qualitative and quantitative dimensions is relegated to second place. However 
they declare, with animosity, that certain practices affect negatively the training and reduce their output namely the 
absence of a reliable work of needs’ detection, the lack of evaluation of training actions. 
4.4. Private Sector’s Managers 
Unlike managers of the public sector, private sector executives may lose their jobs at any occasion. Hence, their 
major concern is either preserving their jobs or access to other more important ones. Training is considered by this 
group as the safest way to develop their competences the thing that allows them to improve their employability. 
Additionally, they believe that all training whether short or long, for adaptation or development, general culture-
based or specialized is useful to enrich their knowledge and abilities. Training in the field of activities of a manager 
is used to take control over the current and future jobs in transversal training areas helps him be trained to develop 
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his versatility. This is more likely to let him able to convert to another profession or avoid a long-term 
unemployment in cases he loses his job. The end for managers of creating their own companies is strongly present in 
the private sector project. Training is an opportunity to acquire the necessary knowledge, particularly in the related 
areas to the management of companies on the one hand, and relationships to build or expand their social networks 
for the future on the other. 
4.5. Graduated 
Graduated Managers having the advantage of completing an initial training in a given specialty even before they 
are recruited by their actual employers, they are conscious of the importance of the theoretical training to encourage 
the individual search his/her competences adequately with the actual job or the probable future one. They recognize 
that their initial trainings do not globally respond to the requirements of their professions. Managers of this category 
think that continuing training is the means to strengthen their pre-acquisition. When training actions consider 
updates about their knowledge and expertise in their competence domain, they estimate it as an opportunity to 
maintain their level of qualification. Yet, when it has to do with an action aiming at helping acquire a transversal 
competence, it is considered as a chance towards openness upon other domains like an action of developing 
versatility. However, they think that taking their true needs into account is a must that should be respected.           
4.6. Self-taught 
This category represents managers who climbed grades from their junior position. Theoretical training and field 
experience made them construct their identities around a given profession. These managers think that the theoretical 
training possesses a speculative character because it represents reality as a static phenomenon that we can 
manipulate…; they judge that theoretical knowledge allotted by the training does not go hand in hand with the 
reality of the field, in particular when it has to do with adopting management modes, job realization processes and 
job organization; developed in societies and cultures different of theirs. In addition, they estimate that the real 
training is on-the-job-training. Our participants find that every job situation that offers an experience is in itself a 
lesson because it requires from the individual to put into practice all his/her intellectual, psychological and social 
faculties. They consider that the adequate post/man can only be realized when enterprises proceed in the validation 
of the acquired experience. 
However, the managers judge that the training’s contribution is indisputable on the psychological as well as the 
social side. 
4.7. Hierarchy-based 
This category groups the managers who have a responsibility position in the hierarchy line; their development 
objectives are oriented towards the superior posts. In an factory where the qualification approach is adopted by 
excellence, the title has a determinant value the thing that makes managers attracted by such a kind of trainings 
especially when a certificate is delivered that helps complete their resumes. This makes it possible for them to apply 
for more interesting jobs. 
The title alone does not permit to assume responsibilities with competence. Hence, a number of these managers 
find ongoing training as a means of development of their competences and the management ones in particular. This 
is in order to be able to mobilize and lead a team adequately in order to realize organizational objectives. 
4.8. Experts: 
This category of managers is not attracted by the career progress in the hierarchic line. They see their 
development within the flexibility and the development of their employability. For these experts, training is a means 
of deepening their competences in their specialty fields and to update their knowledge and their expertise. Since 
their career is not tied to one institution or factory on the one hand, and that they represent a project of creating their 
own business as an objective to realize on the other, they judge that every training whatever its field is remains 
useful to acquire competences with which they can be able to face the work trade with all its changes.  
4.9.The Choice of the Training 
The identification of the training needs is an essential and determinant especially for its success, when the 
organizational needs and individual expectations are respected according to the objective criteria. Managers in 
training adhere in the training action and try to make of this meeting an opportunity to make into evidence their 
intellectual faculties and manifest their potentials in order to acquire the maximum of knowledge and the their 
knowhow. All managers who have chosen this training find it beneficial and respond to their expectations. In effect, 
the managers’ expectations are divergent in function of the position, age, status,. Yet, when they had chosen the 
training, they had all an objective behind it. 
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4.10. Those who did not choose 
Contrarily to the previous category, managers who did not choose the training, either because they were not 
consulted in designing the program of the training or that they were chosen randomly by the responsible for other 
reasons than gaining competences, or because their expressed needs have not been taken into consideration. The 
managers belonging to this group reproach their employers for inscribing them in catalogue trainings where they 
participate but forget rapidly what they have learned.  Managers adopt here negative attitudes towards real learning. 
They think that by this type of training, factories promote the management of social climate by using the budget 
reserved to trainings and to the expenses of actions. They respond by this to the social partners that demand 
continuously funding the personal and professional development of employers, ameliorating their social conditions 
and as a means to spread the luxurious image of the factory ever searched for.  
Our participants revealed also that factories resort to this type of training just to respect the administrative rules 
related to trainings where a turnover is supposed to be spent every year. 
This category of managers judge that when companies seek to reduce the amount to deposit in the government’s 
account under the form of taxes, training programs, in the perception or the choice of contents, of places, of trainers 
and of the beneficiaries were carried out randomly. 
5. Discussion 
After data analysis, we could categorize the elements that influence the managers’ attitudes once engaged in 
training. These elements are to be presented as follows: 
5.1. Lack of ‘Competitivity’ 
Not like schools where the highest scores are the basis of selection for superior levels, continuing training of 
adults is not based on the principle of selection. The selection in itself creates a competitive behaviour with the other 
students. Adult education; or andragogy; the term currently defines an alternative to pedagogy and refers to learner-
focused education for people of all ages (Conner, 2004) responds to other objectives than the classification of the 
trainees. Adult education permit to the individuals realize their functions with competence. 
5.2. Lack of Homogeneity 
For a training to have a positive impact on the trainees, it should have some interest and a particular from the 
concerned parts. Yet, if we face a high-level, old and experienced public in different ages, any training whatever its 
type, its mode and its domain meet always discontent. 
“There are years where we repeat the same content” 
“I have never participated of a training of this type” 
I find it quite interesting because it permits me get familiar with new processes 
Hence, this situation creates an inappropriate atmosphere to reach the intended objectives of the 
training. 
5.3. Trainees Objectives Vs Employers’’ Objectives 
By this phenomenon, the previous situation can explain that some of the managers’ registration to this 
training does not always take into account the objective organizational needs dictated by the Prediction of 
Human Resources Management (PHRM) on the one hand and the expressed needs of the individuals. 
Companies in certain cases register managers to trainings proposed by training organisms with confused 
criteria and with irrelevant reasons to adaptation or development but to: 
- Respond to legislative obligations: like investing 2% of the realized turnover demanded by the 
law in concerns salaried. 
- Take away a manger to participate in a number of crucial decisions 
- Favouritism 
- Lack of needs’ analysis 
6. Implications 
- For the Company 
- avoid considering training as an end in itself, 
- avoid reducing actions of the training to simple obligatory stages, taken from catalogues 
- avoid programming trainings detached from the operational reality 
- put a hierarchy-based objectives of the training based on the priority criterion 
- follow the beneficiary trainees after each training 
- avoid reducing the trainings’ needs to the individual demands of the training 
- assure that the trainings’ needs expressed by the managers are related to the occupied position 
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- For Managers 
- Register in the trainings they judge interesting even outside the company. 
- The individual should become the sole actor of the development of his competences 
- Take initiatives and risks 
- Encourage and enhance the value of professional mobility 
7. Conclusion 
Even if managers auto-proclaim the same distinct social status, but do not always form a homogeneous social 
group. Their individual and professional characteristics play a considerable role in the determination of their 
attitudes towards training regards. 
Our managers are conscious that ongoing training permits to acquire capacities, knowledge and develop attitudes 
that can bring a contribution to efficacy of their professional activities and their career projects. However, their 
attitudes towards it are divided and divergent in function of the needs and the objective of each category we 
discussed in our analysis since each belief is fine tuned and reshaped from: distant to closer; general to specific, 
social to individual; less relevant to relevant; unconscious to conscious and variable to stable (Gabillon, 2002: 252) 
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